This article presents analysis of employer's expectation and young workers selection criteria in Lithuania 1. It discusses the research data of employers' survey in Lithuania. The purpose of the article is to disclose employer's expectations and young workers selection criteria in Lithuania. Representative employers' survey data was carried out in 2013. The employers (N=829) representing private, public sector, and nongovernmental organisations were participated in the survey. The survey results revealed, that employers prefer to hire younger employees, who in addition to the standard package of necessary employability characteristics (higher education or vocational education diploma, knowledge of foreign languages, ICT skills, working experience, etc.) also possess the following strong personal characteristics e.g. intelligence, social competence, motivation, autonomy, creativity and an ability to learn rapidly at the workplace.
Introduction
For many young people transition from education to the labour market is not a straightforward matter. Expansion of higher education, changing nature of labour markets, increasing mismatch between labour market demands and skills required by the young people conditioned that the duration of transition period from education to the labour market is increasing. The issue of transitions from education/schooling into the labour market and employment has been a focus of policy concern across the OECD for at least the last 30 years. Youth employment remains a significant problem in most European countries.
Young people generally face much higher risks of being unemployed than adults: youth does not have practical experience and knowledge related to work, lack necessary skills for appropriate working position. According to the information provided by the Eurostat, the current recession has meant that the problems associated with the move from learning to earning have tended to worsen quite significantly in Europe (where youth unemployment in some countries has reached alarming levels, for example Greece, Spain, where the unemployment rate for the [16] [17] [18] [19] [20] [21] [22] [23] [24] population is approximately 50 percentage points). The current trends in European labour markets disclose the difficulties the young person's face entering the labour market.
According to the information provided by the International Labour Organisation (TDO), the weakening of the global recovery in 2012 and 2013 has further aggravated the youth jobs crisis and the queues for available jobs have become longer and longer for some unfortunate young jobseekers. In the vast majority of countries the transition from education to the labour market is between 18 and 24 years. The EU average is 20 years (Youth in Europe. A Statistical portrait, 2009). It is important to note that this indicator has been increasing since 2009 . First of all, this is determined by the world economic crisis and changing labour market situation. Youth started to seek more actively other, alternative forms of activity (longer studies, gaining new qualifications, etc.). There are also gender differences. Despite the fact that younger women maintain higher levels of education, they are entering the labour market at an older age than men.
A successful youth transition from education to the labour market and decent employment of young people remains a significant problem in Lithuania. According to the European Commission (2009), there is a disadvantage in the youth labour market in this country. The most recent data from the Lithuanian Department of Statistics show that in the first quarter of 2014 the youth employment rate was only 25.9 percent, and the unemployment rate was 21.2 percent. This is well ahead of all other age groups, even the oldest of unemployment. Lithuania is assigned to a group of countries (together with the Czech Republic, Estonia, Latvia, Hungary, Slovakia, Cyprus, Malta, Romania, Bulgaria), dominated by the structural causes of unemployment, which means low youth employment rate is determined by the high skills and qualifications mismatch of the labour market/employers' needs (the European Commission, 2009). The main criticism of the employers in relation to the graduates, especially high school students, is a lack of practical skills, which complicates the integration of graduates into the labour market, longer adaptation at the workplace, etc. (Sunelyte and Zydziunaite, 2013).
Staff Management Professionals Association (PVPA) in the study 'The Working-Class Workforce Training' (2007) revealed that 68 percent of employers indicated vocational training institutions did not meet the full needs of companies and the market situation, whereas 87 percent of employers in the survey said that they have to re-train new employees (Jackson et al., 2007) .
Successful youth transition from education to the labour market is highly dependant on employers' attitudes. There are further discussions on the measures applied for the reconciliation of by the employee's acquired skills and the demands of the employers (Gleeson and Keep, 2004; Livingstone, 2010) . The area where employer behaviour impacts on transitions is through their recruitment and selection policies and processes. Research in most Western European countries about the employers' expectations towards applicants resolves around the following topics: employability of young people, employers dissatisfaction with the education system's products, demand of the labour market and skills mismatch, lack of working experience by the applicants, etc.
However, in Central and Eastern Europe and Lithuania as well, the analysis of employer's expectations and young workers selection criteria issues is rather limited. The problems of Lithuanian youth integration into the labour market more actively dealing with only for last 10 The research problem may be defined by the following questions: what are the main employers' expectations and young workers selection criteria in employing youth in Lithuania?
The aim of this paper is to disclose the employers' expectations and young workers selection criteria in Lithuania. It draws on the methods of research literature analysis, survey research and statistical data analysis.
Theoretical considerations
Looking at the available research on employers' views of skills needed by young people entering the workplace, relatively little research has been found (especially in Lithuania and other Eastern European countries). The role and actions of employers are very important to successful transitions. This means that the shape and size of the youth labour market matters, as to do job quality and the willingness and capacity of employers to offer high quality opportunities for work experience, training and progression. If employers simply act as more or less passive consumers of the outputs of the education system, then there will be problems. Employee's recruitment and selection methods and criteria also matter. It is understandable that employers prefer to recruit workers that are more experienced, have all necessary skills and abilities and etc. Lindberg (2008) identifies the following types of transition: 1) Standard or traditional, characterized by a short job search and substantial returns to education in terms of wages and socio-economic prestige, 2) involuntary deviation from the standard featuring prolongation of job search and lowered expectations about the quality of jobs and returning to studies as an alternative to being unemployed, 3) voluntary deviation from standard associated with return to studies after completing the first degree in order to enhance career opportunities or acquire new skills for a career change, 4) deviation from standard due to relative disadvantage characterized by a lack of formal and/or informal connections with working life; misguided job search strategies; becoming an 'eternal' student. According to (CIPD, 2012) 'young people lack the experience of the workplace and the job specific skills that employers ask for and such constitute a 'risk', as employers worry about the level of training and support they need to provide' (CIPD, 2012). Based on the analysis of research literature, the main issues appearing in successful youth transitions appear to be:  bias against young people and a preference for older and more experienced workers;  problems of credentialism by employers at the upper and of the labour occupational ladder (Wolf, 2011), which has significant knock-on effects on those youngsters not entering higher education;  employer dissatisfaction with the education system's products (mostly concerning technical and social skills; lack of working experience);  changing labour markets vs. changing labour market demands (limited working places, attitudes towards young employees, etc.).
There is a significant field of research about the criteria that employers use when recruiting graduates (Fergus, 1981; Caswell, 1983 highly valued by the employers and the lack of such experience constitutes a major obstacle for first-time jobseekers/labour market entrants. Many young people are trapped in a vicious circle: they are unable to acquire work experience because they cannot find a first job, but they cannot obtain a job because they do not have work experience. Apprenticeships are a proven system for achieving large-scale impact in youth employment promotion and are a major reason for the low levels of youth unemployment achieved by some European countries for example Germany, Austria, Switzerland, etc.
The 
The concept of employability
Currently there is a global tendency that the employability of graduates is used as a benchmark to measure the quality of higher education, hence the concept gaining importance in higher education policies and strategies (Teichler, 2009, p. 15-16) . In general terms, employability is defined as having the skills and abilities to find employment, remain in employment or obtain new employment as, and when, required (Crossman and Clarke, 2010, p. 602). As Hillage and Pollard argue, the term employability refers to a short term skill needs of employers of the economy (Hillage and Pollard, 1998) . In a study aimed at defining employability and developing a framework for policy analysis, Hillage and Pollard (1998) concurred that employability is about being capable of getting and fulfilling work…' the capability to move selfsufficiently within the labour market to realize potential through sustainable employment'. According to Hillage and Pollard (1998) , for the individual employability depends on the knowledge, skills and attitudes they possess; the way they use and deploy those assets and present them to employers; and the context (e.g. personal circumstances and labour market environment) within which they seek work. Hillage and Pollard (1998) also summarized a number of factors according to them affecting employability (Table 1) .
Studies of employer demand for graduates have found that appropriate work experience rank highly as selection criteria because of commercial pressures to seek graduates who will not require long 'learning curves' when they start employment. Also a number of studies and reports issued by employers' associations urged universities to make more explicit efforts to develop the 'key', 'core', 'transferable' and/or 'generic' skills needed in many types of high level employment (AGR, 1993 (AGR, , 1995 There have been many attempts to define and measure employability as an indication of quality of individual institutions as well as the social relevance of higher education as a whole (Lindberg, 2008) . The concept of employability is closely linked to professional success', which can be described by a number of subjective and objective indicators such as: a) the smoothness of transition from higher education to the labour market (duration of job search); b) income and socio-economic status; c) a position appropriate to the level of educational attainment; d) desirable employment conditions (independent, demanding and responsible work); and e) a high degree of job satisfaction (Pavlin, 2010).
With reference to the concept of employability, there is a list of generic attributes that every graduate should ideally have:  The capacity for critical, conceptual and reflective thinking in all aspects of intellectual and practical activity;  Technical competence and an understanding of the broad conceptual and theoretical elements of his or her fields of specialisation;  Intellectual openness and curiosity, and an appreciation of the interconnectedness, and areas of uncertainty, in current human knowledge;  Effective communication skills in all domains (reading, writing, speaking and listening);  Research, discovery and information retrieval skills and a general capacity to use information;  Multifaceted problem solving skills and the capacity for team work;  High ethical standards in personal and professional life underpinned by a capacity of self-directed activity (Deetya, 1998). It is important to point out that conventionally the relations between education attainment and labour market outcomes and transition, have been studied by applying human capital theory (Schultz, 1961; Becker, 1964) or job market signalling theory (Arrow, 1973; Spence, 1973) . Human capital theory argues that education increases individuals' productivity, which consequently enhances job performance and leads to higher salaries. However, our research is mainly based on the employability concept containing a set of necessary skills and abilities for successful transition and integration into labour market.
Sample and method
Data characteristics and population sampling Representative employer's survey data was carried out in 2013. The total number of (N=829) employers representing private, public sector, and nongovernmental organisations were participated in the survey. Data has been gathered using both online and printed questionnaires.
Socio demographic characteristics of the respondents
In the study participated 49,9 % of males and 50,1 % of females). Average age of the respondents was 40, median -39. Received distribution is multimodal with most of frequencies gathered around 25 and 40 years age mark. The youngest respondent was 18 years old, whereas the oldest -72. Concerning the income of the respondents, over 60% indicated that they have salary higher than average salary in Lithuania. The respondents who indicated that their salary is higher that the Lithuanian average constituted 8 % of all the respondents. Moreover, it is important to point out that the regional (urban and rural) dimension was in the survey sample. All administrative units of Lithuania are equally represented in the survey: 19,1 % of organisations are located in the capital city, 17 % in villages and towns and 18,6 % in regional centres.
The survey involved 57 % different types of business organisations, 27 % governmental organisations, 10 % of public organisations and 7 % NGOs.
Considering the size or organizations, about 2/3 had up to 49 employees, 24 % had from 50 up to 249 employees, while rest of the organisations had more than 250 employees. These figures correspond to the realities of the Lithuanian labour markets where large companies are quite rare.
When applying maximal dispersion method (p≤0,05), error of results reaches about 3 %. Formed sample represents the aim of research.
The structure of research instrument (survey questionnaire) consists of the following dimensions: profile of organisation, organisation activity characteristics, profile of the general manager, social demographic structure of organisation, the strategy of the new employees' selection and recruitment and main employability characteristics of young workers/future employees. For the further analysis 27 primary indicators were selected (Table 2) . Five-categories Likert scale (Babbie, 2013) has been used. Indicators reflect the following: a) different requirements of employers for potential employees; b) employer's selection criteria. Secondary statistical matrix has been formed using Likert scale frequencies in percentages. Out of the total data matrix 27 variables have been selected for further analysis (Table 2) . 
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Results and discussion
The results of cluster analysis based on the 27 indicators (with acceptance percentages ranging from 91,2 % to 10,2 % (Table 2) , reveals contrasting and highly varied priorities of employers while selecting potential young employees. In rating, the following indicator estimates (averages, acceptance percentages) confidence intervals are systematically overlapped. This means that it is difficult to 'slice' and meaningfully interpret this kind of rating. Hierarchical cluster analysis is used to solve this problem.
As a result, characteristic dendrogram has been generated. This dendrogram shows that it is reasonable to discuss two, three or five cluster models ( Table 2) . Standard scale of cluster distances uncovers the clear structure of dendrogram.
One of the clusters keeps its stable structure in all three models. This is related to socio-demographic characteristics of individuals: age, sex, family status and number of the children. This is a so-called low-priority cluster. Average acceptance percentage in this cluster is 13,1 %. All of 23 primary variables are included in the second cluster in a two clusters model. This cluster consists of more or less important employee selecting criteria and expectations towards potential employees; 65 % of average acceptance percentage inside this cluster verifies importance of this cluster. Three clusters model is also fairly characteristic and suitable for interpretations. Despite the constant low priority socio-demographic cluster it also consists of two more clusters which are average level (56 % on average acceptance) and high priority clusters (82 % of average acceptance).
The most informative is the five clusters model. Again, low priority cluster appears in this model. Two clusters of high priority with 85 % and 80 % of average acceptance percentage points exist in this model. There are also two medium level clusters with 47 % and 63 % of average acceptance percentage points. The most of all, employers are looking for employees with good communicational and teamwork skills, sense of autonomy and will. What is more, employee with motivation, creativity and fast learning abilities are wanted most.
As a result was obtained the rating of employers' priorities where the highest and lowest rated priority is as high as more than 80 percentage points. The cluster analysis was applied for structuring of identified ratings. Despite for, the initial long lists of features (requirements, criteria) were divided into homogeneous groups. So the different levels of employers' young workers selection and recruitment priorities were identified. Important requirements and criteria for the selection of candidates, namely: 1) higher education or vocational diploma, 2) knowledge of foreign languages, and 3) ICT skills 4) work experience and so on is perceived as a mandatory standard package. However, these exceptionally important, according to the rating parameters and cluster analysis of the results, at best, only fall into the 'average' level of significance priorities. It turns out there is a whole set of features (8 features of the investigated 27) that are more important for employers than the above standard of requirements. It unites these quite different characteristics, criteria, which are in the top rank of priorities. It appears that employers prefer younger employees, who in addition to the standard package of features have stronger, expressive personality-charge, i.e. emotional intelligence, social competence, motivation and will, autonomy, creativity and the ability to rapidly learn in the workplace, professional competence. All listed properties, except perhaps only professional competence are the qualities, which, unfortunately, are not easily formed in formal education institutions-universities, colleges, vocational. Another important observation is the fact that some of the important features in any way attributable to cognitive skills domain. Discussed features are typical deep constructs likely to be partly generic condition and at least formed during all ontogenesis biography of personality. Our research results correspond to the study conducted to understand employability of university graduates (Finch et al., 2013) . The results of the study demonstrated that 27 employability factors could be clustered into five higher order composite categories. In addition, findings illustrate that, when hiring new graduates, employers place the highest importance on soft-skills and lowest importance on academic reputation. Our findings suggest that in order to increase new graduated employability, university and other programmes and courses should focus on learning outcomes linked to the development of soft skills.
Lecturing at the Lithuanian universities partly reasonably criticized for excessive academicism, due to the weak link theory and practice, bridging the gap between the real world of work and the contemporary work organizations. Only recently, Lithuania attempted to further reform of the educational practice system in higher education. Until now, it was either simulation or it was purely academic didactic activities continuation, with little connection with young man efforts to adapt in real work organization, actually to become involved into the number of operational and professional roles.
The legal and institutional background has been started to develop for an effective student internship system. The employers constantly criticize the Lithuanian educational system because graduates lack practical abilities, teamwork skills, creativity, autonomy, motivation and etc. As Hillage and Pollard (1998) argue, a considerable part of young people lack skills for getting and fulfilling work.
Conclusions
The analysis of the research literature and empirical data allows concluding the following:  The research has distinguished different sets of employability characteristics and the main obstacles for successful youth transition from education to the labour market: slow increase of workplaces, discrimination of employees, lack of human and social capital, lack of work experience, etc.  Due to the changing labour situation at the European level and also in Lithuania, employer's requirements for the future employees are increasing. Despite the core set (higher education or vocational diploma, knowledge of foreign languages, ICT skills, work experience, etc.) of desirable skills, there is an valdymo specialistų asociacijos (PVPA) 2007 m. atliktame tyrime
